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In May 2015, the Washington Post published an article titled: “Uncle Sam Had
Better Start Treating His Employees Right.” The article’s title captures the essence of the
status of human capital in the federal government. Currently, the federal bureaucracy is
faced with the potential threat of losing talented workforce due to budget constraints
(Wynen & Op de Beeck, 2014), work environments ( Choi, 2009; S.H. Kim, 2005; S.Y.
Lee & Whitford, 2008; Lee & Jimenez, 2011), and human resource management
practices ( S.H. Kim, 2005; Moyihan & Landuyt, 2008; Shaw, Delery, Jenkins, & Gupta,
1998; Lee & Jimenez, 2011). The potential exit of human capital poses a severe threat to
recruiting and retaining the best and the brightest workers. Also, to make the federal
government labor force situation worse, many federal workers are now eligible for
retirement. Ertas (2015) refers to a report published in 2010 that states that the Office of
Personnel Management (OPM) reported by 2015 that 48% of the federal workforce will
be eligible for retirement (Partnership for Public Service & Booz Allen Hamilton, 2010,
p. 5). With the aforementioned factors, federal agencies cannot afford to have employees
exit. The departure of workers adversely impacts expertise in the organization and

productivity, and costs agencies a substantial amount of money (Grissom, NicolsonCrotty, & Keiser, 2012; Kellough & Osuna, 1995; Lambert & Hogan, 2009; Monnihan &
Landuyt, 2008; Wynen & Op de Beeck, 2014). This study utilizes the personal
viewpoint of current employees from the large federal agencies to develop a model that
will assist federal agencies to identify factors that will encourage employees’ intent to
stay with their organization and have long, lasting careers in the federal service. This
study employs the Federal Employee Viewpoint Survey.
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INTRODUCTION
Traditionally, individuals who entered careers in the public sector had longlasting careers. Employment in the public sector was conventionally the sector of
employment that had the most committed and loyal employees due to the factor that
employment was typically perceived as secure (Baldwin, 1990; Lewis & Frank, 2002;
Vandenabeele, 2008; Wyen & Op de Beeck, 2014). Today’s workforce is very distinct
from the workforce in the past. Ertas (2015) posits that today’s workforce has changed
because many employees are not staying with the same organization for long periods of
time due to networking and career advancement opportunities.
As a result of the recession that began eight years ago (Stefaniak, Baaki, & Blake,
2012), many federal agencies faced several constraints. One such constraint was
budgetary, which meant that employees were expected to do more work with fewer
resources (Wyen & Op de Beeck, 2014). Federal employees have been forced to deal
with more than a few difficult events in the past including sequestration, furloughs,
government shutdowns, pay freezes, politicians attempting to downsize government and,
most recently, huge data breaches. Not to be forgotten, there is the issue of the
impending retirement wave (Rein, 2013; Hicks, 2014). The potential retirement crisis
will further challenge federal employees. Hatum (2010) and Wynen & Op de Beeck
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(2014) posit that the imminent number of individuals eligible for retirement will create a
talent shortfall for organizations attempting to replace retired employees.
The aforementioned challenges are important because this country must have
human capital in place to address the thousands of concerns confronting this nation. Dye
and Lapter (2013) posit that the statistics on potential retirement are so startling because
the new hire statistics do not compensate for the possible mass exit of retirees. Federal
public servants are tasked with addressing important issues, which threaten the wellbeing of the United States. Currently, this country is challenged with addressing many
crises such as terrorism, a broken justice system, debt, poverty, health crisis such as the
Zika virus just to name a few. Not having sufficient human capital to address the
everyday challenges of this country would be devastating.
It is imperative that managers and human resource departments in federal
agencies be proactive in addressing the concerns of their staff in order to help decrease
the threat of their staff exiting the government due to being discontent with their
organization. Turnover can affect employee morale, which can result in a decrease in the
overall performance and productivity in the organization (Cho & Lewis, 2012; Ertas,
2015). Ertas (2015) contends that employees can become frustrated with their
organizations due to several factors such lack of career advancement, low wages, not
being challenged, lack of recognition or a poor rapport with co-workers and management.
Research Question
This study aims to investigate the effects of Leader Member Exchange (LMX)
theory on turnover intent. This proposed study seeks to answer the following specific
research questions:
2

1.

What is the relationship between level of supervisor trust and turnover
intention in the federal government?

2.

Is there an impact of factors such as trust, empowerment, performance on
the relationship between supervisors and turnover intention in the federal
government?
Statement of Problem

Green and Roberts (2012) advise there is a crisis on the horizon, “as federal
government insiders sound the alarm of impending danger ahead, they ask who will save
the government from a major disaster” (p. 80). The authors cite the fact that “60 percent
of the government’s 1.6 million employees are eligible to retire” (p. 80), thus they argue
that the federal government finds itself in a hostile environment. Green and Roberts
(2012) contend that the government has placed human capital practices as high-risk areas
of concern. To emphasize this point, the authors cite Ballard (2001) describing the
January 2001 report presented by the General Accounting Office (GAO) that points to
human capital issues being a high-risk priority, and the agency considers human capital
as one of its greatest challenges.
The statistics above highlight the federal government’s challenge with human
capital. Ertas (2015) recently found that Millennial workers reported higher intentions to
leave their jobs than older workers. Cohen et al. (2015) also recently found that turnover
intention is not predictive of actual turnover. Both articles are important for the
conversation of turnover and have implications for human resource managers because of
the proven data that a significant percentage of the federal workforce is now eligible for
retirement (Ertas, 2015). If human resource officers desire to replace the eligible retirees
3

with Millennials, then there is cause for concern due to the Ertas (2015) study that reports
Millennial employees are more likely to leave their agency. The study from Cohen et al.
(2015) is also significant because the authors conclude that turnover intention does not
always manifest into actual turnover, and there is an opportunity for human resource
officers to be proactive with measures that can help current employees (especially
Millennials) have a more favorable view of their respective agency, which has a potential
to reduce employees’ intent to leave.
Even though Cohen et al. (2015) found that intended turnover is not predictive of
actual turnover, agencies should not become comfortable. Although an employee does
not follow through with exiting an agency, a dissatisfied employee can also pose a threat
to the organization. Turnover intention is a critical issue for federal agencies to consider
because public sector organizations will face ongoing challenges including turnover and
loss of productivity, which will ultimately decrease efficiency and effectiveness of public
sector organizations.
Proposed Study
First, this study extends current quantitative analysis on turnover intention in the
federal government. Previous studies have examined factors that explain why federal
employees turnover. The literature has mostly focused on wages (Llorens and Stazky,
2011), public service motivation (Shim, Park, & Eom, 2015), work-life balance (Caillier,
2013) and diversity (Choi, 2013; Oberfield, 2014). Prior studies have paid little attention
to the impact of the supervisor-subordinate relationship.
Second, previous studies have focused solely on turnover intention while
neglecting to closely examine actual turnover. However, as recent studies (Cohen, Blake
4

& Goodman, 2015) suggest, the true effect of turnover intention warrants further
analysis. The mixed findings present the opportunity to further explore turnover
intention.
Significance of Research
Harris, James and Boonthanom (2005) contend that federal agencies should
consider employees as very important organizational assets. Federal agencies have a
chief concern to develop and maintain high quality human capital (Cho & Park, 2011).
Douglas and Brewer (1999) posit that the issues of recruiting and retaining employees are
significant concerns. Over the last twenty years, there have been concerns regarding the
data that reports that the federal service will have a shortage of workers due to turnover
(Wynen & Op de Beeck, 2014). However, a recent article by Cohen, Blake and Goodman
(2015) argues that turnover intention does not always translate to actual turnover.
Therefore, federal human resource managers have an opportunity to take action to
decrease the number of people who actually plan to exit their agency. The Federal
Employee Viewpoint Survey is a tool that can assist in identifying the areas of federal
employment that most people are dissatisfied. In this study, I will use the Leader
Member Exchange theory to examine trust, perceptions of supervisors, performance and
empowerment from forty-eight large agencies in the federal government to examine areas
that may potentially influence an employee’s intent to leave.
As a result of the staggering statistics regarding the number of employees eligible
for retirement and the reports that Millennials are not staying with the government for the
duration of their careers, this research seeks to extend the body of knowledge of
supervisor-subordinate relationships and turnover intentions.
5

Organization of Dissertation
This research examines the impact of Leader-Member theory on turnover
intention. This study is divided into six chapters and is outlined as the following. Chapter
two reviews the literature on the general concept of turnover intention. Also, the chapter
discusses the concepts of trust, supervisor, performance and empowerment. Chapter
three of this research evaluates the impact that the leader-member exchange and social
exchange theoretical frameworks have on turnover intention. Chapter four discusses the
methodology and the collection of data employed by this study. Chapter five presents
the results and analysis of the data. Chapter six is the conclusion for the study.
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LITERATURE REVIEW
This chapter examines the literature on turnover intention. It starts with a brief
overview of the concept and consequences of turnover intention. Second, this chapter
explores previous studies on turnover intention. Finally, this chapter examines the
concepts of trust, supervisor, performance and empowerment.
Turnover Intention
Turnover intention is the process of an employee having the thoughts or feelings
about exiting his or her organization in which he or she is employed (Campbell, Im &
Jeong, 2014; Lamber, Cluse-Tolar, Pasupuletu, Prior, & Allen, 2012). Selden and
Moynihan (2000) identify the following types of turnover: 1) Voluntary in which the
employee terminates the employment and 2) involuntary in which the employer
terminates the employment by means of firing or laying off the employee (as cited in
Shaw, Delery, Jenkins & Gupta, 1998). A third type of turnover is retirement (Callier,
2011). Many researchers have demonstrated that one of the strongest predictors of
voluntary turnover is turnover intention (Lamber, Cluse-Tolar, Pasupuletu, Prior, &
Allen, 2012). Callier (2011) contends that examining voluntary turnover is crucial due to
the consequences of an employee exiting the organization including losing talented
employees and declining productivity.
7

Job satisfaction is also a reliable indication of forecasting if the employee tends to
exit the organization (Moyihan & Pandey, 2008). Previous studies (Bertelli, 2007; Kim,
2005; Moynihan & Pandey, 2008, p. 208; Rubin, 2009) have also identified that several
elements influence if an employee is satisfied with their job including: the opportunity for
promotion, the opportunity for the employee to get involved in the organization, wage,
promotion, goal clarity and if the employee has feelings of being burnout (as cited in
Llorens and Stazky, 2011). Maertz and Griffeth (2004) suggest that “those employees
who have negative views of their work environments are more likely to leave” (as cited
in Zimmerman, 2008, p. 316). Porter and Steers (1973) suggested that more focus should
be given to understand why employees withdraw. The authors posited that “intent to
leave is a likely mediator to the attitude-behavior relationship and represents the last
stage before quitting” (as cited in Zimmerman, 2008, p. 320). Mobley et al. (1978)
considers “intention to leave as the conscious and deliberate desire to leave and
organization within the near future and is regarded as the last sequence in the withdrawal
cognition process” (as cited in Karakus & Gurpinar 2014, p. 168). The next section will
discuss the consequences of turnover.
Consequences of Turnover
Turnover intention by no means is a novel concept within the public sector.
Scholars have been concerned with the effects of turnover for many years (Wynen & Op
de Beeck, 2014; Pitts, Marvel, & Fernandez, 2011). Balfour and Neff (1993) and Staw
(1980) suggest that perhaps one of the most significant reasons that the discussion of
turnover intention is so critical is the high cost related to an employee leaving an
organization (as cited in Llorens & Stazky, 2011). One such cost is the financial cost that
8

is associated with an employee leaving an organization (Moyihan & Landuyt, 2008).
Scholars (Moyihan & Pandey, 2008; Balfour & Neff 1993; Staw, 1980) contend that
these costs include training and recruiting personnel, and the missed opportunity for
history and memories of the organization to endure (as cited in Llorens and Stzky, 2011).
Monynihan and Landuyt (2008) contend that when employees exit an organization the
opportunity for the transmission of knowledge and institutional memories to new
employees is jeopardized. Ertas (2015) posits that high turnover has adverse effects on
the morale of the remaining staff, especially if the work relies on a positive team
dynamic. The following section will discuss previous research on turnover intention.
The section specifically focuses on turnover intention in the federal government.
Previous Research on Turnover Intention
This section, explores previous research of turnover intention, specifically
turnover intention in the federal government. Lee and Whitford (2008) utilized
Hirchman’s theory (1970) to examine exit, voice, and loyalty on voluntary turnover in the
federal government. Data from the Federal Human Capital Survey (US OPM, 2014) is
used to analyze the federal agencies. The authors found that employees who were not
satisfied with such factors as pay and training opportunities were more likely to report
intention to exit the organization.
Another important factor in predicting employee turnover is goal clarity. Goalsetting is based on the principle that the activity can influence the employees’ reactions to
factors such as motivation, commitment and performance (Jung, 2012; Latham and
Locke, 1991; Lee, Locke, and Latham 1989; Locke 2004; Smith, Locke, and Barry
1990). Jung (2012) created a hierarchical generalized linear model to demonstrate the
9

advantages of identifying both individual and organizational goals in public
organizations. Jung (2012) suggests that it is crucial for managers to encourage public
servants to embrace the actual goals outlined in their organization. The author contends
that public sector managers should establish an environment that encourages
communication which will assist in the employees understanding the goals of the
organization which ultimately plays a role in decreasing turnover intention and actual
turnover (Jung, 2012).
Moyihan and Landuyt (2008) found that turnover intention research can assist
scholars and public managers in assessing the “perceptions of potential quitters and relate
them to their organizational content, to examine a larger sample of employees and to
identify differences between those who wish to stay in the organization and those who
have intentions on leaving” ( as cited in Jung, 2014, p. 226). An organization faces
adverse consequences when employees have an intent to leave (even if they do not
actually leave). Research on turnover intent has demonstrated that if supervisors and
public organizations seek to successfully establish goals, they can strategically plan to
help decrease the number of employees that have intent to leave, while simultaneously
raising organizational efficiency (Cho & Ringquist, 2010; Hassan & Rohrbaugh, 2012).
Wynen and Op de Beeck (2014) used the Federal Viewpoint Survey to examine
the impact of the financial and economic crisis on turnover intention in the federal
government. The authors explore antecedents such as gender, age, length of service,
pay, promotion, training and workload of turnover with the impact of the 2008 recession.
The data showed that the recession had a negative impact on turnover intention. Pay,
training, and gender appear to have caused a change in turnover intention.
10

Shim, Park, and Eom (2015) examine street-level bureaucrats’ turnover intention
as it relates to public service motivation. The authors specifically explore the mutual
impacts of exhaustion from work, demands of the job (red tape, role conflict, workload),
and public service motivation. The study builds on previous studies that found that there
is a causal relationship between demands of the job and turnover intention (Bedeian and
Armenakis, 1981; Kim, 2005; Kim and Wright, 2007; Netemeyer et. Al., 1990; Podsakoff
et al., 2007 as cited in Shim, Park, and Eom 2015). These previous studies proposed that
employees that work under high demands are more likely to feel emotionally exhausted,
and consequently they tend to leave their organizations when their jobs do not meet their
intrinsic needs and personal values. Based on this argument, this study considers both the
direct and indirect impacts of work demands on employees’ turnover intention (Shim,
Park, & Eom 2015).
Ertas (2015) contributed to turnover intention theory by examining if older federal
employees and Millennial federal workers differ in work motivations and turnover
intentions by examining the 2011 Federal Employee Viewpoint Survey. The findings of
the study demonstrated that Millennial workers valued support from their supervisor
more so than the older employees. Also, the model from the study suggest that Millennial
workers ranked higher than older employees in wanting to exit careers in the public
sector or to transfer to a different federal agency. Overall, the most significant factor that
influenced turnover intention was job satisfaction. The findings suggest that public
managers should attempt to provide work environments that the employees value. The
subsequent sections will examine factors that affect turnover intention. These factors
include trust, supervisors, performance and empowerment.
11

Trust
The first factor affecting turnover intention in the organizations is trust. Bania
and Reisel (1999) argue that in both the US research and international research, trust is
considered an important factor in many aspects of organizational function. The authors
cite Rotter’s (1967) definition of trust, as the “generalized expectancy held by an
individual that the word, promise, oral or written statement of another individual or group
can be relied on” (p. 477). Rousseau, Sitkin, Burt and Camerer (1998) define trust as “a
psychological state comprising the intention to accept vulnerability based upon positive
expectations of the intentions or behavior of another” (p. 395; as cited in Cho & Lee,
2011, p. 6). Robinson (1996) perceived trust as “one’s expectations, assumptions or
beliefs about the likelihood that another’s future actions will be beneficial, favorable, or
at least none detrimental to one’s interests” (p.756; as cited in Park, 2012, p. 564). Bania
and Reisel (1999) cite previous domestic research from Currall and Judge (1995); Loomis
(1959) which demonstrates that trust is related to the quality of communications, and
Zand (1972) the ability of managers to successfully influence subordinate behavior (p.
477).
Kim (2005) equates several prerequisites for trust in organizations including:
commitment that is credible, honesty, benevolence, competency, and fairness (as cited in
Choudhury, 2008). Scholars (Cook & Wall, 1980; Shaw, 1997; Tyler & Kramer, 1996)
have concluded that trust plays a key role in interpersonal relationships in organizations
which ultimately influences factors such as the success of the organization and the
employees (as cited in Park, 2012). Rainey and Steinbauer (1999) contend that an
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organization with high levels of trust enhances quality of work, loyalty to the
organization, and increased efficiency (as cited in Park, 2012).
Battaglio & Condrey (2009) and Choudhury (2008) posit to achieve a public
sector that is effective and productive there has to be organizational and managerial trust
(as cited in Park, 2012). Kramer (1999) and Cho & Lee (2011) posit advantages of trust
for an organization including: transaction cost being reduced, raising sociability and
respect being shown voluntarily. Policies of the organization are accepted by employees
when the employees trust the leaders in the organization (Dirks, 1999 and Cho & Lee,
2011). Karakus and Gurpinar (2014) cite the work of Rotter (1967; 1971; 1980) and
Mishra & Spreitzer (1998) that trust depends on the belief that the other is competent,
open, concerned, and reliable. Pillai, Schriesheim, and Williams (1999) contend that trust
is an important factor of the psychological experiences strengthening an employees’
perception of management (as cited in Karakus & Gurpinar, 2014). Yang and Mossholder
(2010) argue that trustworthiness attributes have a strong and widespread effect on the
individuals’ reaction to leaders (as cited in Karakus & Gurpinar, 2014).
Supervisor
This section is devoted to exploring the concept and the role of the supervisor in
turnover intention. The supervisor in an organization often sets the tone of how the
employee feels about the organization. The National Academy of Public Administration
(2003) identifies supervisors as “individuals responsible for the work of non-supervisory
employees” (p. 2; as cited in Brewer, 2005, p. 507). In August 2007, Fedsmith published
an article titled: “When Bad Supervisors Happen to Good People: The Price of Poor
Supervision”. This article speaks to the concerns of individuals that have experienced the
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misfortune of being supervised by a person who at best is incompetent. Research has
demonstrated that the poor quality of supervisors plays a significant role in how an
employee feels about their organization because the supervisor often times holds the
success or failure of the employee in their hands (Ugorji, 1997). For example,
supervisors are tasked with administering performance evaluations which are tied to
promotion potential and annual bonuses in the federal government.
Thau et al. (2013) contend that an individual’s relationship with their leaders can
be among the most important relationships in their lives due to the fact that it correlates
not only to economic outcomes they receive from the organization, but also the
individual’s psychological wellbeing (p. 133). The authors cite DeCremer (2004) which
suggest that other studies demonstrate that when leaders treat employees with kindness
and consideration they experience more positive affect, and as Aquino et al. (1990) found
that employees are more willing to cooperate and comply with organizational norms (as
cited in Thau et al., 2013).
Wayne, Shore, Bommer, and Tetrick (2002) contend that “LMX, focuses on the
quality of exchange between the employee and the manager and is the degree of
emotional support and exchange of valued resources” is its foundation (p. 590-591). The
authors argue that “employees who perceive a high level of organizational support or
who have high-quality exchange with their supervisor feel a sense of indebtness and
reciprocate in terms of attitudes and behaviors that benefit the exchange partner” (p. 590).
Performance
Performance is also a factor that can affect turnover intention in organizations.
This section will examine the concept of performance. Camilleri and Heijden (2007)
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posit that the concept of performance is challenging to examine because it is subjective in
nature and concerns numerous elements. Starcher (1996) contends that certain conditions
should be established before an employee’s work performance is examined, including
making certain that the employee has the correct resources to perform (as cited in
Camilleri & Heijden, 2007). Several scholars (Kaufman, Stamper, & Tesluk, 2001; Staw,
1996) posit that organizations need to encourage certain key elements for individual
performance to thrive including: loyalty, commitment, unity, and establishing a system
that rewards employees based on organizational performance (as cited in Camilleri &
Heijden, 2007). Camilleri and Heijden (2007) found that perception of fairness and
justice as it relates to politics of the organization has an impact on the employee’s
performance.
Lee and Jimenez (2011) contend that performance management is founded on
Vroom’s (1964) expectancy theory. Vroom’s theory posits if the employee believes that
his efforts will lead to an anticipated level of performance then the employee will be
motivated to perform better which translates into outcomes the employee values. The
significance of this theory for performance is that managers in public organization play a
major role in ensuring that employees are provided with task that allows them to perform
(Lee & Jimenez, 2011). Cho and Lee (2011) explore the relationship of performance
management and trust in supervisors. The authors examine federal agencies by utilizing
the Merit Principles Survey 2005 to test the idea that the role of the supervisor plays a
role in the success of performance management in the U.S. Merit Systems Protection
Board (MSPB). The analyses from the study suggests that when a high level of trust is
present with supervisors, then there is a positive impact on the work-unit and agency.
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Empowerment
This last section will explore the concept of empowerment. Hellriegel and
Slocum (2004) define empowerment as providing employees’ authority and skills to
accomplish tasks on their own (as cited in Park & Rainey, 2007). Fernandez and
Moldogaziev (2010) contend that empowerment has two theoretical perspectives which
include managerial and psychological (p. 2). Conger and Kanungo (1998) argue that the
managerial perspective of empowerment “is a relational construct that describes how
those with power in organizations (i.e., managers) share power and authority with those
lacking it” (i.e., employees; as cited in Fernandez & Moldogaziev, 2010, p. 2). The
psychological perspective as articulated by Thomas and Velthouse (1990), “views
employee empowerment as a motivational construct defined as an internal cognitive state
characterized by increased intrinsic task motivation,” and enhanced feelings of selfefficacy (as cited in Fernandez & Moldogaziev, 2010 p. 2).
Avery, Hughes, Norman, and Luthans (2008); and Kellerl & Dansereaul (1995)
assert that when leadership practices are characterized by high-quality LMX, leaders are
able to encourage subordinates’ sense of empowerment (as cited in De Villiers &
Stander, 2011). De Villiers and Stander (2011) cite previous research which suggest that
some of the organizational qualities vital for health and wellbeing include leader relations
(Avery, Wernsing, & Luthans, 2008), empowerment (Kim & George, 2005), role clarity
(Bliese & Castro), and turnover intention (Kahumuza & Schlechter, 2008, p. 405).
Summary
Chapter two is devoted to exploring the concept of turnover, including the
consequences. Previous studies from public administration scholars and practitioners are
16

also discussed in this chapter. The subsequent sections of chapter two explore factors that
affect an employees’ intent to leave an organization. The factors include trust,
performance and empowerment. The purpose of the chapter is to provide a clear
understanding of how turnover intention affects organizations, specifically federal
agencies. The subsequent chapter examines two theoretical perspectives that will serve as
a valuable resource to examine supervisor-subordinate relationships. Specifically, the
next chapter examines the Leader Member Theory and the Social Exchange Theory.
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THEORECTICAL FRAMEWORK
Due to the nature of the study which seeks to examine the role of supervisorsubordinate relationship on intent to leave, the leadership theory of Leader-Member
Exchange Theory (LMX) has been selected as the theoretical foundation. Also, I will
discuss Social Exchange Theory to support this research study.
Theory on Leadership: Leader-Member Exchange Theory (LMX)
Dienesch and Linden (1986) contend that LMX “is based on the concept that roledevelopment will inherently result in differentiated role definitions and, therefore, in
varied leader-member exchanges” (p. 621). Graen and Scandura (1987) and Sias (2005)
posit that when exploring the quality of the supervisor-subordinate relationship, that
LMX is an appropriate theory to utilize. LMX emerged in the 1970’s (Danserau, Graen,
& Haga, 1975; Graen & Cashman, 1975; Graen, 1976; Graen, Novak & Sommerkamp,
1982; Graen & Scandura, 1987; Graen & Uhl-Bien, 1991; Graen & Wakabayashi, 1994;
Graen & Uhl-Bien, 1995; Mueller & Lee, 2002). The LMX theory has two distinct
groups. The label “in-group” signifies that a high level of trust, respect and obligation
between the supervisor and the subordinate (Graen & Uhl-Bien, 1995 and Sias, 2005).
The “out-group” in LMX signifies low levels of trust, interaction, support, and rewards
(Dienesch & Liden, 1986). The “in-group” and “out-groups” typically do not change
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once they are established (Grean & Cashman, 1975; Liden & Graen, 1980; Dienesch &
Liden, 1986).
Researchers (Manzoni & Barsoux, 2012; Geertshuis, Morrison & Cooper-Thomas
2015) have suggested that the most critical relationship in organizations is the supervisorsubordinate relationship. Geertshius, Morrison and Cooper-Thomas (2015) posit that
LMX “seeks to both explain the nature and predict the consequences of high- and lowquality relationships between supervisors (leaders) and their subordinates (members)” (p.
229). When high levels of LMX relationships exist with subordinates the opportunity for
influence (Dansereau, Graen, & Haga, 1975; Geertshius, Morrison & Cooper-Thomas,
2015) and communicating openly with supervisors (Krone 1992; Geerthushius, Morrison
& Cooper-Thomas, 2015) increases.
Dienesch and Liden (1986) contend that LMX is founded on the notion of a role
that is developed or negotiated. Graen and Uhl-Bien (1995) suggest that the LMX has
four stages including: (1) validation of differentiation within work units, (2) validation of
differentiated relationship for organizational outcomes, (3) leadership-making and (4)
team-making competence network. Mueller and Lee (2002) posit that the LMX is
pertinent to leadership because the theory explains how subordinates and superiors
communicate. LMX has specific behaviors. Graen, Liden, and Hoel, (1982) show that
employee turnover is negatively associated in a positive leader-membership relationship.
Previous studies such as Dansereau, Graen, and Haga (1975); Erdogan, Liden and
Kraimer (2006), Graen, Novak, and Sommerkamp (1982); Scandura and Graen (1984)
found that the social exchange was influenced by LMX, specifically in the areas of trust,
interaction, support, rewards, mutual respect, liking and reciprocal influence; which have
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a major effect on organizational performance (as cited in De Villiers & Stander, 2011).
Eisenberger, Stinglhamber, Vandenberghe, Sucharski, and Rhoades (2002) discuss
research in perceived organizational support, which has “demonstrated that immediate
leaders (supervisors), represent an essential agent of the organization to many employees
and that the supervisor support is strongly associated in employees’ perceptions of
organizational support” (as cited in Kraimer, Seibert, Wayne, Liden, & Bravo, 2011,
p. 487).
Social Exchange Theory
In this section the concept of Social Exchange Theory is explored. Blau (1964)
defines social exchange theory as an individual’s voluntary actions toward persons that
are motivated by an expected return from the other person (as cited in Wu, Turban, and
Cheung, 2012). Wu et al. (2012) clarifies that social exchange is not specific, thus it
differs from an economic exchange. Thus, the authors suggest that the expectation is that
the other individual will reciprocate at a later time. Wu et al. (2012) also adds another
distinction between social exchange and economic exchange as described by Blau (1964),
which infers that the former creates feelings of trust and appreciation while the later does
not.
Wayne, Shore, and Linden (1997) contend that employees develop at least two
forms of exchange relationships at work: one with their immediate supervisor and one
with the organization (as cited in Chan & Jepsen, 2011). Chan and Jepsen (2011) cite
previous research which describes the social exchange relationship the employee has with
their supervisor as leader-member exchange (LMX) (Graen & Scandura, 1987). Cole,
Schaninger, and Harris (2007) posit “that social exchange theory argues that when
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employees and supervisor/managers establish good workplace relationships, a reciprocal
arrangement develops that not only benefits the individuals involved but also benefits the
organization as a whole” (as cited in Xerri & Brunetto, 2013, p. 3164).
Cropanzano and Mitchell (2005) contend “that social exchange theory (SET) is
among the most influential conceptual paradigms for understanding workplace behavior”
(p. 874). Trybou, Pourcq, Paeshuyse, and Gemmel (2014) suggest that the theory
postulates that organizational behavior is the consequence of social exchange processes
with organizations. Coyle-Shapiro, Shore, Taylor, and Terick (2004) argue “that central
to social exchange theory is the norm of reciprocity which can be characterized as the
social expectation that people will respond in a positive way to positive actions and in a
negative way to negative actions” (as cited in Trybou et al., 2014, p. 564). By building on
the theoretical and empirical foundations of social exchange, Trybou et al. (2014), derive
a model linking Perceived Organizational Support (POS), Psychological Contract Breach
(PCB), and Leader-Member Exchange (LMX) to retention outcomes. The authors’ study
showed that “POS, the quality of LMX, and PCB were strongly related to job
satisfaction, trust and turnover intentions” (p. 568).
Graen and Scandura (1987) posit that managers and supervisors have been found
to be important agents of social exchange. Eisenberger et al. (1990) contend that “the
process of social exchange is initiated by organizations when ‘a general perception
concerning the extent to which the organizations values employees’ general contributions
and cares for their well-being is achieved” (p. 51; as cited in Gould-Williams & Davies,
2005, p. 4). Kang and Stewart (2007) found that “leaders who form high quality social
exchanges with their subordinates create an environment where subordinates have
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increased levels of trust and performance” (as cited in Scaduto & Chiaburu, 2008, p.
160).
Bercovitz et al. (2006), Cropanzano and Mitchell (2005), and Das & Teng (2002)
assert that “an important outcome predicted by social exchange theory is the emergence
of trust in various repeated exchanges” (as cited in Lioukas and Reuer, 2015, p.1826).
Lioukas and Reuer (2015) contend that cited previous studies (Elfenbein & Zenger,
2013; Gulati, 1995; Gulati & Singh, 1998; Li, Eden, Hitt, & Ireland, 2008; McAllister,
1995; Rousseau, Sitkin, Burt, & Camerer, 1998) suggest that “trust emerges naturally as
exchange partners interact with each other over time” (p. 1826). The authors also cite
findings from Blau (1964) that social exchange theory argues that trust can be generated
through regular “discharge of obligations” or by simply reciprocating the benefits
received from others (p.94; as cited in Lioukas and Reuer, 2015). Neves and Caetano
(2006) contend that “successful social exchanges lead to trust because they include
indefinite obligations for which no binding contract can be written” (p.353). The authors
assert that “this is a sign of mutual support and investment in relationships” (p.353).
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METHODOLOGY
Chapter Overview
This chapter discusses the methodology used for this study and is organized into
nine sections. The first sections in this chapter display the model and hypothesis for this
research. Expectations and research questions pertaining to this study follow the model
and hypothesis. The data collection and methods are discussed in the next section. In the
subsequent section the data analysis, dependent variable and independent variables are
explored. The final section of the chapter discusses the statement of expectant findings.
This research is distinct because the variables used in the model have not been examined
concurrently in previous research exploring the federal government. In addition,
previous studies have not examined the role of the supervisor on turnover intention.
General Model
The general model shown in figure 4.1 outlines four independent variable groups.
The independent variables include trust, performance, empowerment and supervisor.
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Figure 1

General Model

Hypotheses
Hypothesis 1: Employees perception of trust in their supervisor is positively
associated with leader-member relationship quality.
Hypothesis 2: Employees perception of performance is positively associated
with leader-member relationship quality.
Hypothesis 3: Employees perception of empowerment is positively associated
with leader-member relationship quality.
Hypothesis 4: There is a negative relationship between trust in the supervisor
and intent to leave.
Hypothesis 5: There is a negative relationship between performance and intent to
leave.
Hypothesis 6: There is a negative relationship between empowerment and intent
to leave.
Hypothesis 7: There is a negative relationship between leader-member
relationship quality and intent to leave.
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Hypotheses 1-3
Supervisor/Leader is the dependent variable for Hypotheses 1-3. The first three
hypotheses are examining if there is a relationship between the independent variables of
trust, empowerment, and performance with the dependent variable of supervisor/leader
relationship.
Independent Variable: Trust
Nyhan (1999) examined the correlation of affective commitment and trust with
employees in public sector organizations and found that the ability for employees to trust
their supervisors is a significant component of job satisfaction. This scholar found that
management practices are vital for public organizations in establishing successful trust
building interventions. The best management styles identified by the author include
employees participating in making decisions, empowering the employees, and
communication. Supervisors that embrace the practice of investing in their workers
through empowerment and allowing the worker to have a voice to make suggestions will
increase their employee’s level of trust and satisfaction.
Paille and Bernardeau (2013) analyze the relationship of trust between employees
and their managers. They found when employees observe support of the supervisor and
confidence in their supervisor, the likelihood of that public servant departing from the
organization decreases. Trust is important on many levels in the discussion of turnover
intention because it influences whether or not the employee feels comfortable
communicating with their supervisor. Overall, communication establishes worthwhile
rapport between the employee and the supervisor, and extends trust, and increases
organizational efficiency.
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Hypothesis 1: Leader-member relationship quality is positively associated with
employees’ perception of trust in their supervisor.

Figure 2

Hypothesis 1

Independent Variable: Performance
Vigoda (2001) and Camilleri & Van Heijden (2007) contend there is a strong
likelihood that an employees’ performance will improve if the organization host an
environment that embraces concepts such as equity and fair distribution of resources.
Jung & Lee (2015) examine how the Hawthorne Studies can be applied to the current
U.S. Federal Workforce. The authors contend that public employees’ perception of
performance is greatly influenced by social interactions and participative management
approach rather than physical conditions. The results of the study suggest that diverse
approaches of management will have diverse effects on organizational performance
according to the levels of performance in organizations.
Hypothesis 2: Leader-member relationships quality is positively associated with
employees’ perception of performance.

Figure 3

Hypothesis 2
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Independent Variable: Empowerment
Cason and King (2005) contend that “empowerment focuses on delegation and on
passing power from higher organizational levels to lower ones” (p.1050). When
empowerment is utilized in organizations, employees are provided the opportunity to be a
part of the decision making process (Forrester, 2000; Cason & King, 2005). Fernandez
and Moldogaziev (2013) used the 2010 Federal Employee Viewpoint Survey to explore
employee empowerment and job satisfaction in federal agencies. The authors found a
positive correlation between job satisfaction and empowerment practices that encouraged
autonomy.
Hypothesis 3: Leader-member relationships quality is positively associated with
employees’ perception of empowerment.

Figure 4

Hypothesis 3

Hypotheses 4-7
Turnover Intention is the dependent variable for Hypotheses 4-7. The last four
hypotheses are examining if there is a relationship between the independent variables of
trust, empowerment, performance, and supervisor with the dependent variable of turnover
intention.
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Independent Variable: Trust
Costigan et al. (2011) found that employees’ trust in the organizations leader is
positively related to turnover intentions. Karakus and Gurpinar (2014) discuss Ladebo’s
(2006) work on social climate organizations having a strong influence on the employee’s
decision to remain or leave the organization. Ladebo (2006) contends that “a climate of
trust in the organization which promotes sharing of information among members both
vertically and horizontally, where members support each other and where there is a
strong cohesion between the members would likely motivate an employee to stay in the
organization” (as cited by Karakus & Gurpinar, 2014, p. 168). Consequently, Karakus
and Gurpinar (2014) assert that Ladebo felt it reasonable to express managementaffective trust. Reece and Brandt (1999) found that when there is distrust in an
organization, factors such as chaos among employees and increased turnover exist (as
cited by Park, 2012).
Employees are more likely to commit to the organization and the supervisor when
the supervisor takes an interest in the employee succeeding by demonstrating concern in
the employees’ career advancement (Hassan & Rohrbaugh, 2012). Other studies have
shown one of the best indicators that an employee will commit to the organization is
having support of their supervisor (Glisson and Durick, 1988; Hassan and Rohrbaugh,
2011; Reid et al., 2008a; Hassan & Rohrbaugh, 2012).
Hypothesis 4: There is a negative relationship between trust in supervisor and
intent to leave.
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Figure 5

Hypothesis 4

Independent Variable: Performance
Tummers and Knies (2013) contribute to research on performance in the public
sector by examining the role of public leaders influence on making employee work more
significant. The study found that public organizations’ leaders who embraced the
importance of providing purposeful work for employees made an impact on job
outcomes. Behn (2004) and Oberfield (2012) posit that leadership has the potential to be
effective in influencing the behavior of followers. Oh and Lewis (2007) examined the
relationship between leadership in performance in the Department of Defense. The
authors utilize the Federal Human Capital Survey in the study to assess the relationship of
factors of leadership, management and work climate to the backgrounds and training of
the executives of the organization. The findings from the study concluded that
performance could be enhanced by increased support of graduate training and identifying
ways to increase tenure.
Lee and Jimenez (2011) explore how performance management influence
turnover intention in the federal government by utilizing data from the 2005 Merit
Principle Surveys. The authors define performance management as a practice that
connects information on performance with decision making in government. Their
findings indicate that a reward system based on performance and supervision that is
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performance supporting correlate with the likelihood that an employee will stay in their
organization.
Hypothesis 5: There is a negative relationship between performance and intent
to leave.

Figure 6

Hypothesis 5

Independent Variable: Empowerment
De Villiers and Stander (2011) argue that evidence from previous studies suggest
that “the possible mediating or moderating effect of role clarity on the relationship
between LMX, psychological empowerment and turnover exits” (p. 405). Kim and
Fernandez (2015) examine employee empowerment in the federal government. The
authors employ data from the Federal Viewpoint Survey to determine if empowerment
plays a role in job satisfaction and an employees’ intent to exit their federal agency. The
results from the survey suggest that turnover intention is not directly or indirectly
influenced by employee empowerment.
Hypothesis 6: There is a negative relationship between empowerment and intent
to leave.
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Figure 7

Hypothesis 6

Independent Variable: Supervisor/Leader
Hypothesis 7: There is a negative relationship between leader-member
relationship quality and intent to leave.

Figure 8

Hypothesis 7

Research Questions and Expectations
The LMX theory & Social Exchange Theory literature relating to turnover
intention were used to formulate the hypotheses above. Literature on supervisors, trust,
performance and empowerment are also considered. Below are key questions and
expectations that this study answers based on the theoretical framework
identified in chapter three.
1.

What is the relationship between level of supervisor trust and turnover
intention in the federal government?
A. Expectation 1: I expect that if the level of supervisor trust is low then
turnover intention will be high.
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B. Expectation 2: I expect that if the level of supervisor trust is high then
turnover intention will be low.
2.

Is there an impact of factors such as trust, empowerment, performance on
the relationship between supervisors and turnover intention in the federal
government?
A. Expectation 3: I expect that trust will have an effect on the supervisor
relationship and turnover intention in the federal government.
B. Expectation 4: I expect that empowerment will have an effect on the
supervisor relationship and turnover intention in the federal
government.
C. Expectation 5: I expect that performance will have an effect on the
supervisor relationship and turnover intention in the federal
government.
Data Collection & Procedure

This study used data from the 2014 Federal Employee Viewpoint Survey (FEVS)
which is conducted by the Office of Personnel Management (US OPM, 2014). The
purpose of the FEVS is to obtain federal employees’ perception of the success of the
organization by examining factors such as supervisors, leadership, diversity,
performance, engagement and other factors. The survey consists of ninety-eight
questions. For this study only eight questions from the 2014 FEVS are employed. The
FEVS is administered in the Spring of each year electronically via email to randomly
selected federal workers from each agency. The identity of each individual that
completed the survey is kept confidential. In addition, the survey is strictly voluntary.
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Method
To examine the seven hypotheses, I utilized the 2014 Federal Employee
Viewpoint Surveys (FEVS) to analyze the relationship between trust, empowerment,
performance and supervisors. Next, I examined the connection between employee
perceptions of their supervisor with intent to leave. This study focuses on the large
federal agencies (See Table 1 for a list of the large agencies used for the survey).
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Government Agency Response Rate
Agency
Department of Agriculture
Department of Commerce
Department of Education
Department of Energy
Department of Health & Human Services
Department of Homeland Security
Department of Housing and Urban Development
Department of Justice
Department of Labor
Department of the State
Department of Interior
Department of Treasury
Department of Transportation
Department of Veteran Affairs
Environmental Protection Agency
General Services Administration
National Aeronautics and Space Administration
National Science Foundation
Office of Management and Budget
Office of Personnel Management
OSD, Joint Staff, Defense Agencies, and Field Activities
Small Business Administration
Social Security Administration
U.S. Agency for International Development
United States Corps of Engineers
United States Department of the Air Force
United States Department of the Navy
Broadcasting Board of Governors
Court Services and Offender Supervision Agency
Equal Employment Opportunity Commission
Federal Communications Commission
Federal Energy Regulatory Commission
Federal Trade Commission
National Archives and Records Administration
National Credit Union Administration
National Labor Relations Board
Nuclear Regulatory Commission
Pension Benefit Guaranty Corporation
Railroad Retirement Board
Securities and Exchange Commission
DoD-All of DoD Combined

Response Rate
46.8%
68.8%
63.3%
50.2%
46.4%
45.8%
51.5%
40%
71.7%
50%
53%
58.8%
49.4%
32.6%
53.9%
75.9%
54.4%
77.3%
76.2%
73.6%
45%
63.4%
54.3%
56%
30.9%
30.1%
34.8%
68.7%
62.1%
55.1%
42.8%
66.3%
50%
67.4%
68%
48.1%
68.1%
53.5%
60.2%
62.9%
35.3%

Source: http://www.fedview.opm.gov/2014/Reports/Participation
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Data Analysis
IBM SPSS was employed to perform the statistical analyses in this study. The
analyses for this study includes descriptive statistics (table and plots); cross tabulations
and chi squares. A correlation analysis was conducted to examine the relationship
between each independent variable and the dependent variable. Next a Multiple Linear
Regression analysis was conducted. Last, a t-test was conducted.
Dependent Variable (Measures of Turnover Intention)
The dependent variable for this study is turnover intention. This variable is
examined using data from the Federal Employee Viewpoint Survey (FEVS). For this
variable, the following question from the FEVS survey was used: “Are you considering
leaving your organization within the next year, and if so why?” This item was measured
by the following responses: (A) NO, (B) Yes, to retire (C) Yes, to take another job within
the Federal Government, (D) Yes, to take another job outside the Federal Government
and (E) Yes, other. Similar to Ertas (2015), Callier (2013), and Selden and Moynihan
(2000), employees responding (NO) to intention to leave were coded as 0, and employees
responding (YES) to intention to leave were coded as 1.
Turnover Intention Question from the Federal Employee Viewpoint Survey:
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Independent Variable
This study examines four categories of variables to examine the hypotheses. The
variables include trust, empowerment, performance and supervisor. See Table 3 below
for the questions employed to examine the seven hypothesis.
Measures

Variable, Survey Number & Survey Question
VARIABLES

SURVEY NUMBER

QUESTION

TRUST

51

I have trust and confidence in my
supervisor.

SUPERVISOR

47

Supervision in my work unit support
employee development.

48

My supervisor listens to what I have
to say.

49

My supervisor treats me with
respect.

46

My supervisor provides me with
constructive suggestions to improve
job performance.

50

In the last six months my supervisor
has talked to me about my
performance.

30

Employees have a feeling of
personal empowerment with respect
to work processes.

63

How satisfied are you with your
involvement in decisions that affect
your work.

PERFORMANCE

EMPOWERMENT

This item is measured by a 5-point Likert-type scale from: 5= Strongly Agree,

4 =Agree, 3 = Neither Agree nor Disagree, 2 = Disagree, 1 = Strongly Disagree
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Statement of Expectant Findings
Turnover intention is a vital issue in the turnover discussion of recruiting and
retaining the best and the brightest employees for careers in public service. The study
identifies how factors such as empowerment, performance, and trust relate to turnover
intention. The present study contributes to the literature on turnover intention in the
public sector by identifying ways in which leader-member relationship can be
strengthened. Employee turnover is an important ongoing issue for human resource
managers in the public sector, by identifying issues that employees identify as adverse
conditions, human resource managers can identify where their attention should be
focused to attract and retain the best and brightest workers.
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RESULTS & FINDINGS
This chapter presents findings and results of the analysis. The chapter begins with
descriptive statistics. Second, the reliability of the variables are tested by examining the
results for the Cronbach’s Alpha. Third, the frequency distributions of the questions are
examined. Fourth, the correlation analysis is presented. Fifth, the Multiple Linear
Regression Analysis is presented. Finally, the hypotheses will be examined to determine
if the results will accept or reject the hypotheses. The chapter will end with a conclusion.
Descriptive Statistics
This study examines four categories of variables to examine the hypotheses.
These categories of variables are trust, empowerment, performance and supervisor. Table
4 includes the result of the descriptive statistics for all variables.
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Descriptive Statistics of Variables by Category

Frequencies
Frequency Statistics (Questions 51, 30, 46, 47 & 48)
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Frequency Statistics (Questions 49, 50, 63 & Turnover Intention)

Reliability
Reliability for supervisor, performance, and empowerment was measured by
Cronbach’s Alpha. The categories in Table 7 have reliability coefficient greater than .70
which indicates a relatively high internal consistency for each construct used to measure
each variable. As shown in Table 9, employee intention to leave was statistically
significantly correlated with trust, supervisor, performance and empowerment. The
relationship between employee trust and supervisor was more strongly correlated than the
relationship between supervisor and intent to leave, performance, or empowerment.
Internal Consistency by Categories
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Multiple Linear Regression

Descriptive Statistics of Variables

A multiple linear regression analysis was conducted to determine the best
predictor of intent to leave based on the following independent variables: trust
(N=365145) M=3.79 (SD=1.233); supervisor (N=365145) M=11.7094 (SD=3.04609);
performance (N=365145) M=7.59 (SD=2.06) and empowerment (N=365145) M=6.29
(SD=2.14547).
Correlation Matrix

Results
The first research question investigated the relationship between level of
supervisor trust and turnover intention in the federal government. The level of supervisor
trust was developed by evaluating the means of all items measuring supervisor trust and
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the employee turnover intentions. A Pearson correlation was computed to assess the
existence of relationship. A statistically significant relationship was found between all
variables. The relationship between the employee trust and intent to leave was negatively
statistically significant. Meaning that as the employee trust in supervisor decreases the
more likely the employee intent to leave will increase.
H1: Employees perception of trust in their supervisor is positively associated with
leader-member relationship quality.


The null hypothesis was rejected. There was a relationship. (See Table 9)

H2: Employees perception of performance is positively associated with leadermember relationship quality.


The null hypothesis was rejected. There was a relationship. (See Table 9)

H3: Employees perception of empowerment is positively associated with leadermember relationship quality.


The null hypothesis was rejected. There was a relationship. (See Table 9)

H4: There is a negative relationship between trust in the supervisor and intent to
leave.


The null hypothesis was rejected. There is a negative relationship between
trust in the supervisor and intent to leave. (See Table 9)

H5: There is a negative relationship between performance and intent to leave.


The null hypothesis was rejected. There was a negative relationship
between performance and intent to leave. (See Table 9)

H6: There is a negative relationship between empowerment and intent to leave.


The null hypothesis was rejected. There was a negative relationship
between empowerment and intent to leave. (See Table 9)
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H7: There is a negative relationship between leader-member relationship quality
and intent to leave.


The null hypothesis was rejected. There was a negative relationship
between leader-member relationship quality and intent to leave. (See
Table 9)

Model Summary

Model summary results were analyzed to determine what percent of variance can
be attributed to variation within the dependent variable (intent to leave). Model 1 was
constructed using the independent variable empowerment, Model 2 was constructed
using the independent variables empowerment and trust, Model 3 was constructed using
the independent variables empowerment, trust, and performance, and Model 4 was
constructed using the independent variables empowerment, trust, performance, and
supervisor.
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Model 1 resulted in R square=.058, which means 5.8% of variance in the
dependent variable (intent to leave) can be explained using this model as a predictor.
Model 2 resulted in R square=.066, which means 6.6% of variance in the dependent
variable can be explained using this model as a predictor. Model 3 resulted in R
square=.067, which means 6.7% of variance in the dependent variable can be explained
using this model as a predictor. Model 4 resulted in R square=.067, which means 6.7% of
variance in the dependent variable can be explained using this model as a predictor.
ANOVA

a. Dependent Variable: Intent_to_leave
b. Predictors: (Constant), Empowerment
c. Predictors: (Constant), Empowerment, 51. I have trust and confidence in my
supervisor.
d. Predictors: (Constant), Empowerment, 51. I have trust and confidence in my
supervisor., Performance
e. Predictors: (Constant), Empowerment, 51. I have trust and confidence in my
supervisor., Performance, Supervisor
An ANOVA was conducted to determine which model(s) is statistically
significant, and can be used as a predictor for the dependent variable (intent to leave).
The ANOVA for Model 1 resulted in F(1, 365143) =22417.61, p<.001. The ANOVA for
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Model 2 resulted in F(2, 365142) =12799.051, p<.001. The ANOVA for Model 3
resulted in F(3, 365141 ) =8706.152, p<.001. The ANOVA for Model 4 resulted in F(4,
365140 ) = 6563.660, p<.001. The ANOVA results indicate that all of the models are
statistically significant; however, Model 3 and Model 4 accounted for the highest percent
of variance within the dependent variable (intent to leave) and should be used as
predictors. Given the slight changes in R square values across the models, however, it
clear that empowerment is the most important predictor of an employee’s intent to leave.
The Beta coefficients in Table 12 nevertheless show that trust, performance, and
supervisor-leader relations also exert independent effects on turnover intention.
Coefficients
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A brief analysis of coefficients was conducted to determine significance and a
possible issue with collinearity. The results from the coefficients table yielded the
following results for the tested models: Model 1, p<.001, which indicates this model is
significant; Model 2, p<.001 which indicates this model is significant; Model 3, p<.001
which indicates this model is significant; Model 4, p<.001 which indicates this model is
significant.
Coefficients

The coefficients table results for Model 3 indicate VIF=1.501 for the variable
empowerment, VIF=2.659 for the variable trust, and VIF=2.570 for the variable
performance. All VIF values are less than 5 which suggests there is no conflict with
collinearity. The coefficients table results for Model 4 indicate VIF=1.585 for the
variable empowerment, VIF= 4.127 for the variable trust, VIF=2.951 for the variable
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performance, and VID= 4.667 for the variable supervisor. All VIF values are less than 5
which suggests there is no conflict with collinearity.
Overall, the linear combination of empowerment, trust, and performance (Model
3) and the linear combination of empowerment, trust, performance, and supervisor
(Model 4) serve as the best predictors for an employee’s intent to leave. The next section
will examine the t-test for this study.
T-Test

Group Statistics-Sample Size, Mean, Std. Deviation & Std. Error Mean
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Independent Sample Test-Trust, Supervisor, Performance & Empowerment

For the independent variable trust within individuals with the intent to leave
(N=124919) M=3.32 (SD=1.353) and individuals not intending to leave (N=240381)
M=4.03 (SD=1.089), results from an independent t-test were statistically significant,
t(210738.059) = 160.976, p<.001.
For the independent variable supervisor within individuals with the intent to leave
(N=121766) M=10.6486 (SD=3.31515) and individuals not intending to leave
(N=235653) M=12.4221(SD=2.60093), results from an independent t-test were
statistically significant, t(201030.724) = 162.601, p<.001.
For the independent variable performance within individuals with the intent to
leave (N=123376) M=6.9233 (SD=2.16468) and individuals not intending to leave
(N=238034) M=8.0260 (SD=1.81493), results from an independent t-test were
statistically significant, t(214873.55) = 153.182, p<.001.
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For the independent variable empowerment within individuals with the intent to
leave (N=122046) M=5.4191(SD=2.08495) and individuals not intending to leave
(N=234408) M= 6.8777(SD=1.93485, results from an independent t-test were statistically
significant, t(231768.334) = 203.072, p<.001.
The results from the t-test suggest that for each factor, there is a statistically
significant difference those who intend to leave and those who do not intend to leave.
Hypotheses 1-7: Accepted or Rejected

Explanation of Hypotheses Results
Independent Variable: Trust/ Dependent Variable: Leader-Member Relationship
Quality
Hypothesis 1: Employees perception of trust in their supervisor is positively
associated with leader-member relationship quality.
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This hypothesis is accepted. This independent variable is statistically significant.
Trust in the supervisor has consistently been showed to be a significant indicator in
leader-member relationship quality. Previous research (Condrey, 1995; Gabris & Ihrke,
2000; and Reinke, 2003 as cited in Cho & Lee, 2011) found that when employees trust
their supervisor the tone is set for success with respect to performance and organizational
climate.
Independent Variable: Performance/Dependent Variable: Leader-Member
Relationship Quality
Hypothesis 2: Employees perception of performance is positively associated with
leader-member relationship quality.
This hypothesis is accepted. This independent variable is statistically significant.
The findings in this study were consistent with previous findings of other researchers,
including Cho & Lee (2011) which found that supervisors play a role in an employees’
performance.
Independent Variable: Empowerment/Dependent Variable: Leader-Member
Relationship Quality
Hypothesis 3: Employees perception of empowerment is positively associated
with leader-member relationship quality.
This hypothesis is accepted. This independent variable is statistically significant.
Independent Variable: Trust/Dependent Variable: Intent to Leave
Hypothesis 4: There is a negative relationship between trust in the supervisor and
intent to leave.
This hypothesis is accepted. This independent variable is statistically significant.
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The findings are consistent with Pitts et al. (2011) findings that positive relationship
between the supervisor resulted in a less likely intent to leave. The findings are also
consistent with previous studies from Wynen et al. (2013) that greater supervisor support
reduces an employee’s intention to leave.
Independent Variable: Performance/ Dependent Variable: Intent to Leave
Hypothesis 5: There is a negative relationship between performance and intent to
leave.
This hypothesis is accepted. This independent variable is statistically significant.
Independent Variable: Empowerment/ Dependent Variable: Intent to Leave
Hypothesis 6: There is a negative relationship between empowerment and intent
to leave.
This hypothesis is accepted. This independent variable is statistically significant.
The results from this study are consistent with findings from a previous study from Pitts,
Marvel and Fernandez (2011) that empowerment and turnover intention were found to
have a weak significant relationship.
Hypothesis 7: There is a negative relationship between leader-member
relationship quality and intent to leave.
This hypothesis is accepted. This independent variable is statistically significant.
Research Questions and Responses
Research Questions
1.

What is the relationship between level of supervisor trust and turnover
intention in the federal government?
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2.

Is there is impact of factors such as trust, empowerment, performance on
the relationship between supervisors and turnover intention in the federal
government?

Research Questions Response
This study was designed to answer two research questions. Below are responses
to both questions.
The first question explored the relationship of the subordinates’ perceived level
of trust in supervisors and turnover intention in the federal government. The correlation
analysis in this study examined the variable trust compared to intent to leave and the
finding resulted in a weak, negative relationship. Also, a Multiple Linear Regression was
conducted and the variable trust alone showed that it is not enough to describe the
relationship between trust and intent to leave. Previous research (Moynihan & Landuyt,
2008 and Wynen & Opde Beeck, 2014) posits that when examining variables that are
explanatory as single items that the variables can result in weak relationships. When
examining the variables as single items in this study each variable individually resulted in
weak relationships, however when the variables where combined the relationships
became significant. Wynen and Opde Beeck (2014) cite previous research (Bergkvist &
Rossiter, 2007; Gardner, Cummings, Dunham, & Pierce, 1998; Wanous & Hudy, 2001)
in suggesting that utilizing multiple variables is not any more reliable than using a single
item.
The second question explored the subordinates’ perception of factors of trust,
empowerment, and performance on the relationship with supervisors on turnover
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intention in the federal government. The finding showed that there is a relationship based
on the Multiple linear regression (linear combination of several factors).
Summary
Several tests were conducted in this study to test the seven hypothesis. The
chapter began with describing the descriptive statistics. The variables measured by more
than one item were constructed and tested for reliability with Cronbach’s Alpha. A
correlation analysis was also conducted in this chapter and last a Multiple Linear
Regression analysis was developed to best explain the dependent variable. The next
chapter is the conclusion for this study.
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CONCLUSION
The days of people retiring from the organization which they began their careers
are long gone. Examining the question of why employees leave or have intention to
leave their organization is a crucial human resource question (Moyihan & Landuyt, 2008;
Lee & Jimenez, 2011). The goal of this study is to examine what factors contribute to
decreasing employee turnover and increasing employee retention in the public sector. A
recent report found that the younger public sector workforce have a higher intent of
exiting careers from the federal service than older employees (Ertas, 2015). Existing
literature shows that employee turnover has many costs (Brown, Garino, and Martin,
2009; Callier, 2011).
This research commences to fill the research gap in areas of supervisors and intent
to leave. In this study, a theoretical model was presented to explore the supervisorsubordinate relationship on turnover intention in federal agencies. Several statistical
analysis were conducted in this study to test the hypotheses. The statistical analysis
employed in this study included descriptive, cross tabulations and a correlation analysis.
Also a Multiple Linear Regression analysis was conducted to develop models using
various independent variables to best predict the dependent variable. The results found
that examining the variables of trust, supervisor, performance, and empowerment
independently are not enough to describe the relationship between these independent
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variables and the dependent variable (intent to leave). The most accurate description of
the relationship between independent and dependent variables can be explained by a
model using the linear combination of empowerment, trust, and performance and a model
using the linear combination empowerment, trust, performance, and supervisor.
This study makes a distinctive impact to turnover intention studies by examining
the role of the Leader Member Exchange with employees’ perception of trust,
empowerment and performance. In a time where retirement eligibility levels are high
and federal organizations are undergoing significant adjustments with their human capital
which is posing a severe threat to having a talented workforce, organizations that strive to
succeed should embrace improving employee perceptions of the employee’s agency by
fostering high quality exchange relationships between subordinates and their supervisors.
Federal agencies should train supervisors to cultivate empowering, trusting, and
performance fulfilling relationships with their subordinates. By doing so, the social
exchange between the supervisor and the subordinates have the potential to strengthen.
Theoretical Implications
This research makes several theoretical contributions. Cotton & Tuttle (1986)
suggested that research needed to be conducted to identify which variables affected
turnover. Theoretically, this study adds to the growing number of studies that attempt to
study turnover intention in the federal government. Moreover, this study builds on the
recent study from Cohen et al. (2015) that found that turnover intention was not a
predictor of actual turnover by supporting the need for public managers to focus on
management practices that will retain employees. Examining the role of the supervisor
addresses one such management practice.
55

The results of this study are significant because they begin to answer the question:
How does the leader-member exchange impact performance, trust, empowerment and
ultimately an employees’ intent to leave the federal government. The results of this
study apply to federal agencies. This research looks at the usefulness of the leadermember to analyze the perceptions of federal employees’ intent to leave.
Similar to other researchers (Wynen, Beeck & Hondehem, 2013; Kim and
Fernandez, 2015; Pitts, Marvel & Fernandez, 2011) this research confirmed that certain
factors influence turnover intention. Specifically this research contributes to knowledge
about the importance of leader-member exchange on turnover in federal organizations.
Study Limitations
Several limitation were identified in the study. First, Crampton & Wagner (1994)
posit that the survey data that is self-reported provide the opportunity for human bias to
interfere with the results (as cited in Cho & Lee, 2011). Second, the sample comprises
employees’ responses from large agencies only. Therefore the generalizability of the
results may be limited to the employees in the large agencies. Third, the employees were
randomly selected, therefore all perceptions from employees were not considered. Last,
this research focuses on the perceptions of subordinates in the supervisor-subordinate
relationship, consequently, not collecting data from the supervisors is a limitation of this
study.
Implications
The Federal Employee Survey is administered annually. The questions have
remained unchanged over the last several years. The survey provides the opportunity for
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employees to express their dislikes and likes of different aspects of their organization.
Federal employees will begin to become complacent if the survey just becomes a routine
exercise and items that are identified as problems are ignored or neglected. Leaders of
federal agencies must be attentive to these surveys. Goldenkoff (2015) posit that
agencies should utilize other measures to be combined with the FEVS such as interviews
and suggestion programs to increase the effectiveness of the survey.
This research provides relevant insight for government agencies’ leaders, human
resource officers, supervisors, and other personnel. The Cohen et al. (2015) recent study
showing that turnover intention is not predictive of actual turnover has been proven. By
analyzing federal employees’ perceptions of federal agencies, this research helps provide
information to human resource officers on what areas leaders, especially the supervisor
can concentrate on in improving retention rates of employees, thus decreasing employees
intent to leave, which is vital in ensuring that the federal government will have adequate
human capital to carry out the mission of their agencies. This information is important in
helping supervisors determine how to foster relationships that embrace trust,
empowerment and performance.
Future Research
While this research identified a different influence on turnover by examining the
role of the supervisor, there are many areas of research than can be examined in the
future. This study did not incorporate demographic variables such as race, gender, and
education. Thus, an examination on how the aforementioned variables affect the
supervisor relationship would be beneficial. Second, future research could explore the
effect on supervisor relationship from an individual level rather than at the organizational
57

level. In addition, federal agencies could be examined to identify which agencies need to
improve supervisor-subordinate relationship. The last suggestion for future research
would be to incorporate a mixed-method approach that can include mechanisms such as
interviews. Employing a mix methods approach can provide more in-depth insight on the
challenge of improving supervisor-subordinate relationships.
Final Thoughts
Human Capital is essential to the successful operation of government. The
Office of Personnel Management along with human resource officers in federal agencies
must come up with a plan to replace and retain employees to fill the gaps of the
employees that are departing federal service due to retirement. Recruiting talent is
important, however retaining employees is more important. As identified in this study
turnover creates several difficult consequences. In the future there should be a joint
effort to focus on recruiting the best and brightest and retaining the best and brightest.
A publication from the Partnership for Public Service expressed a profound sentiment in
the quote : “federal employees today are living in an environment of great
uncertainty given budgetary constraints, pay freezes and staff cutbacks and at the same
time feel less empowered to do their jobs and are less satisfied with the way their senior
leaders are handling their agencies. Given the current environment, sustained attention to
improving leadership is not a luxury, but a necessity” (Partnership for Public Service
2013). Federal agencies must invest resources in training their leaders to develop
positive working relationships with subordinates. Making the choice to invest in
cultivating leaders that value their employees is making an investment in the overall wellbeing of the organization.
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FREQUENCY BAR CHARTS
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Figure 9

Bar Chart -Question #51: I have trust and confidence in my supervisor.

Figure 10

Bar Chart-Question #30: Employees have a feeling of personal
empowerment with respect to work processes.
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Figure 11

Bar Chart-Question #46: My supervisor provides me with constructive
suggestions to improve my job performance.

Figure 12

Bar Chart-Question #47: Supervisors in my work unit support employee
development.
77

Figure 13

Bar- Question #48: My supervisor listens to what I have to say.

Figure 14

Bar Chart-Question #49: My supervisor treats me with respect.
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Figure 15

Bar Chart -Question #50: In the last six months, my supervisor has talked
with me about my performance.

Figure 16

Bar Chart-Question #63: How satisfied are you with your involvement in
decisions that affect your work?
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Figure 17

Bar Chart: Question on Intent to Leave
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FREQUENCY TABLES
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I have trust and confidence in my supervisor

Employees have a feeling of personal empowerment with respect to work
processes

My supervisor provides me with constructive suggestions to improve my job
performance

82

Supervisors in my work unit support employee development

My supervisor listens to what I have to say

My supervisor treats me with respect

83

In the last six months, my supervisor has talked with me about my
performance

How satisfied are you with your involvement in decisions that affect your
work?

84

Are you considering leaving your organization within the next year, and if
so, why?

85

CROSS TABULATIONS

86

Cross Tabulations
This section presents the cross tabulation analysis from the study. The cross
tabulations provide more detailed information about the significance of the data by
examining the relations between cross tabulations variables of trust, supervisor,
empowerment, and performance.
Case Processing Summary (Questions 30 46,47, 48, 50 51, 63)
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Question #47

Question #47 Supervisors in my work unit support employee development. & Dependent
Variable Question: Are you considering leaving your organization within the next year,
and if so, why?

88

Cross Tabulation- Supervisor (Question 47)

89

Chi-Square Tests-Supervisor
Value

Asymp. Sig.
(2-sided)

df

Pearson Chi30396.271a
16
.000
Square
Likelihood Ratio
29558.593
16
.000
N of Valid Cases
375678
a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is
1175.50
The chi-square analysis resulted in, X2 (16, N=375678) = 30396.271, p<.001,
which indicates a statistically significant relationship.
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Question #48

Question #48 My supervisor listens to what I have to say. & Dependent Variable
Question: Are you considering leaving your organization within the next year, and if so,
why?

91

Cross Tabulation- Supervisor (Question 48)

Chi-Square Tests-Supervisor
Value

Asymp. Sig.
(2-sided)

df

Pearson Chi22944.418a
16
.000
Square
Likelihood Ratio
22388.200
16
.000
N of Valid Cases
381761
0 cells (0.0%) have expected count less than 5. The minimum expected count is 658.13.
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The chi-square analysis resulted in, X2 (16, N=381761) = 22944.418, p<.001,
which indicates a statistically significant relationship.
Question #49

Question #49 My supervisor treats me with respect. & Dependent Variable Question: Are
you considering leaving your organization within the next year, and if so, why?
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Cross Tabulation- Supervisor (Question 49)

Chi-Square Tests Supervisor

Pearson Chi-Square
Likelihood Ratio
N of Valid Cases

Value
21524.979a
20954.029
380603

df
16
16

Asymp. Sig.
(2-sided)
.000
.000

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is
601.20.
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The chi-square analysis resulted in, X2 (16, N=380603) = 21524.979, p<.001,
which indicates a statistically significant relationship.
Crosstab Question #46:

Question #46: My supervisor provides me with constructive suggestions to improve my
job performance. & Dependent Variable Question: Are you considering leaving your
organization within the next year, and if so, why?
95

Chi-Square Tests-Supervisor (Question 46)
Value

Asymp. Sig.
(2-sided)

df

Pearson Chi27319.413a
16
.000
Square
Likelihood Ratio
26573.426
16
.000
N of Valid Cases
379197
a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is
1198.57.
The chi-square analysis resulted in, X2 (16, N=379197) = 27319.413, p<.001,
which indicates a statistically significant relationship.
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Crosstab Question #50:

Question #50: In the last six months, my supervisor has talked with me about my
performance. & Dependent Variable Question: Are you considering leaving your
organization within the next year, and if so, why?
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Cross Tabulation- Performance (Question 50)

98

Chi-Square Tests-Performance (Question 50)
Value

Asymp. Sig.
(2-sided)

df

Pearson Chi15956.434a
16
.000
Square
Likelihood Ratio
15760.805
16
.000
N of Valid Cases
380812
a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is
528.53.
The chi-square analysis resulted in, X2 (16, N=380812) = 15956.434, p<.001,
which indicates a statistically significant relationship.
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Cross tabulation- Empowerment (Question 30)

Question #30:Employees have a feeling of personal empowerment with respect to work
processes. & Dependent Variable Question: Are you considering leaving your
organization within the next year, and if so, why?

100

Chi-Square Tests-Empowerment (Question 30)
Value

Asymp. Sig.
(2-sided)

Df

Pearson Chi32375.787a
16
.000
Square
Likelihood Ratio
32042.125
16
.000
N of Valid Cases
375805
a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is
1391.42.
The chi-square analysis resulted in, X2 (16, N=375805) = 32375.787, p<.001,
which indicates a statistically significant relationship.
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Cross tabulation- Empowerment (Question 63)

Question #63: How satisfied are you with your involvement in decisions that affect your
work? & Dependent Variable Question: Are you considering leaving your organization
within the next year, and if so, why?
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Chi-Square Test-Empowerment (Question 63)
Value

Asymp. Sig.
(2-sided)

df

Pearson Chi37124.709a
16
.000
Square
Likelihood Ratio
37104.336
16
.000
N of Valid Cases
375988
a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is
753.79.
The chi-square analysis resulted in, X2 (16, N=375988) =37124.709, p<.001,
which indicates a statistically significant relationship.
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Cross tabulation- Trust (Question 51)

Question #51: I have trust and confidence in my supervisor. & Dependent Variable
Question: Are you considering leaving your organization within the next year, and if so,
why?
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Cross Tabulation-Trust (Question 51)
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Chi-Square Tests-Trust (Question 51)
Value

Asymp. Sig.
(2-sided)

df

Pearson Chi29248.137a
16
.000
Square
Likelihood Ratio
28461.832
16
.000
N of Valid Cases
380967
a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is
1214.09.
The chi-square analysis resulted in, X2 (16, N=380967) = 29248.137, p<.001,
which indicates a statistically significant relationship.
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RELIABILITY & CORRELATIONS
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All Variables

Case Processing Summary
N
Cases

Valid
Excludeda
Total

365145
27607
392752

%
93.0
7.0
100.0

Reliability Statistics (All Variables)
Cronbach's
Alpha Based
on
Standardized
Items
N of Items
.714
5

In order to assess the reliability of the scale for all the questions were analyzed
using Cronbach’s α. The table above reports .725 for the Cronbach’s α which suggest that
the scales are a reliable measure.
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Item Statistics-Trust (Question 51)
Std.
Mean
51. I have trust and
confidence in my
supervisor.
Intent_to_leave
Supervisor
Performance
Empowerment

Deviation

N

3.7892

1.23329

365145

1.6098
3.9334
3.8196
3.1905

.99935
.99679
1.00935
1.05256

365145
365145
365145
365145

Table 30 describes the means, standard deviations, and correlating variables. My
first assessment item trust (N=364145) M=3.7892(SD=1.23329) analyzed correlations for
the following factors: Intent to leave (N=365145) M=1.6098(SD=.99935); Supervisor
(N=365145) M=3.9334 (SD=.99679); Performance (N=365145) M=3.8196(SD=1.00935)
and empowerment (N=365145) M=3.1905 (SD=1.05256).
Inter-Item Correlation Matrix-Trust, Supervisor, Performance &
Empowerment
51. I have trust
and confidence
in my
supervisor.
51. I have trust and confidence
in my supervisor.
Intent_to_leave
Supervisor
Performance
Empowerment

Intent_to_leave

Supervisor

Performance

Empowerment

1.000

-.206

.867

.785

.571

-.206
.867

1.000
-.215

-.215
1.000

-.203
.807

-.248
.616

.785

-.203

.807

1.000

.554

.571

-.248

.616

.554

1.000

A correlation analysis was conducted to examine the relationship between intent
to leave and supervisor, r=-.215, which suggests a weak, negative relationship.
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Supervisor

Case Processing Summary Supervisor
N
Cases

Valid
Excludeda
Total

372602
20150
392752

%
94.9
5.1
100.0

Reliability Statistics-Supervisor
Cronbach's
Alpha Based
on
Cronbach's Standardized
Alpha
Items
N of Items
.894
.898
3

In order to assess the reliability of the scale for supervisor the questions were
analyzed using Cronbach’s α. The table above reports .894 for the Cronbach’s α which
suggest that the scales are a reliable measure.
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Item Statistics-Supervisor
Std.
Mean
47. Supervisors in my
work unit support
employee development.
48. My supervisor
listens to what I have to
say.
49. My supervisor
treats me with respect.

Deviation

N

3.69

1.178

372602

3.99

1.073

372602

4.12

1.028

372602

Item 47(N=372602) M=3.69 (SD=1.178); item 48 (N=372602) M=3.99
(SD=1.073) and item 49 (N=372602) M=4.12 (SD=1.028).
Inter-Item Correlation Matrix-Supervisor (Question 47, 48 & 49)
47.
Supervisors
in my work
unit support
employee
development.
47. Supervisors in my
work unit support
employee development.
48. My supervisor
listens to what I have to
say.
49. My supervisor
treats me with respect.

48. My
supervisor
listens to
what I have
to say.

49. My
supervisor
treats me
with respect.

1.000

.705

.672

.705

1.000

.858

.672

.858

1.000

The correlation analysis was conducted between item 47 and 48 resulted in a
Pearson’s correlation coefficient of r=.705, which suggests a strong, positive relationship.
The correlation analysis was conducted between item 47 and 49 resulted in a Pearson’s
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correlation coefficient of r=.672, which suggests a strong, positive relationship. Last a
correlation analysis was conducted between item 48 and 49 resulted in a Pearson’s
correlation coefficient of r=.858, which suggests a strong, positive relationship.
Performance

Case Processing Summary-Performance
Cases

Valid
Excludeda
Total

N
376791
15961
392752

%
95.9
4.1
100.0

Reliability Statistics-Performance
Cronbach's
Alpha Based
on
Cronbach's Standardized
Alpha
Items
.779
.785

N of
Items
2

In order to assess the reliability of the scale for performance the questions were
analyzed using Cronbach’s α. The table above reports .779 for the Cronbach’s α which
suggest that the scales are a reliable measure.
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Item Statistics-Performance (Questions 46, 50)

Item 46 (N=376791) M=3.62 (SD=1.192) and item 50 (N=376791) M=4.02 (SD=1.021).
Inter-Item Correlation Matrix-Performance

The correlation analysis was conducted between item 46 and 50 resulted in a
Pearson’s correlation coefficient of r=.646, which suggests a strong, positive relationship.
Empowerment

Case Processing Summary-Empowerment
Cases

Valid
Excludeda
Total

N
366165
26587
392752

%
93.2
6.8
100.0
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Reliability Statistics-Empowerment
Cronbach's
Alpha Based
on
Cronbach's Standardized
Alpha
Items
N of Items
.785
.785
2

In order to assess the reliability of the scale for empowerment the questions were
analyzed using Cronbach’s α. The table above reports .785 for the Cronbach’s α which
suggest that the scales are a reliable measure.
Item Statistics-Empowerment
Mean
30. Employees have a
feeling of personal
empowerment with
respect to work
processes.
63. How satisfied are
you with
your involvement in
decisions that affect
your work?

Std.
Deviation

N

3.08

1.169

366165

3.29

1.151

366165

Table 42 describes the means, standard deviations, and correlating variables. My
first assessment item trust (N=364145) M=3.7892(SD=1.23329) analyzed correlations for
the following factors: Intent to leave (N=365145) M=1.6098(SD=.99935); Supervisor
(N=365145) M=3.9334 (SD=.99679); Performance (N=365145) M=3.8196(SD=1.00935)
and empowerment (N=365145) M=3.1905 (SD=1.05256).
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Inter-Item Correlation Matrix-Empowerment
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Pearson Correlations-Trust, Supervisor, Performance, Empowerment &
Intent to Leave

The correlation table examines the relationship between the dependent variable
(intent to leave) and the independent variables (trust, supervisor, performance, and
empowerment). When compared to the dependent variable intent to leave, the
independent variable trust resulted in a Pearson’s correlation coefficient r= -.206, which
suggests a weak, negative relationship. When compared to the dependent variable intent
to leave, the independent variable supervisor resulted in a Pearson’s correlation
coefficient r= -.213, which suggests a weak, negative relationship. When compared to the
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dependent variable intent to leave, the independent variable performance resulted in a
Pearson’s correlation coefficient r= -.200, which suggests a weak, negative relationship.
When compared to the dependent variable intent to leave, the independent variable
empowerment resulted in a Pearson’s correlation coefficient r= -.241, which suggests a
weak, negative relationship. All the aforementioned correlations suggest a weak, negative
relationship.
The correlation table examines the relationship between the independent variables
(trust, supervisor, performance, and empowerment). When compared to the independent
variable trust, the independent variable supervisor resulted in a Pearson’s correlation
coefficient r= .856, which suggests a strong, positive relationship. When compared to the
independent variable trust, the independent variable performance resulted in a Pearson’s
correlation coefficient r= .771, which suggests a strong, positive relationship. When
compared to the independent variable trust, the independent variable empowerment
resulted in a Pearson’s correlation coefficient r= .554, which suggests a strong, positive
relationship.
When compared to the independent variable supervisor, the independent variable
performance resulted in a Pearson’s correlation coefficient r=.790, which suggests a
strong, positive relationship. When compared to the independent variable supervisor, the
independent variable empowerment resulted in a Pearson’s correlation coefficient r=
.597, which suggests a strong, positive relationship.
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Person Correlations #2-Intent to Leave, Performance, Empowerment,
Supervisor

When compared to the independent variable performance, the independent
variable empowerment resulted in a Pearson’s correlation coefficient r= .532, which
suggests a strong, positive relationship.
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